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Abstract 
 There has been a significant increase in the number of paramedic practitioners leaving the 
profession, in relation to the increased anxiety and stress associated with the evolving, diverse role, 
and increased workload. The ambulance services are struggling nationally to recruit the numbers of 
staff required to support the current healthcare demands.  This qualitative study was set up, to 
ascertain whether delivering a short course of coaching sessions, over a two-month period to a group 
of practitioners, could make a difference to the general wellbeing and satisfaction of the paramedic 
professional.  Findings revealed themes, including confidence building, enabling expression, 
professional and personal improvements, recognition of patterns of thought and behaviour, and a 
reduction of stress  
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Introduction 
 There are many challenges currently facing. the paramedic profession. At present, there is a 
shortage of paramedic practitioners nationally, which has been well documented, especially within the 
London Ambulance Service (London Health Board 2014).  There is also evidence that attrition rates 
within the services are extremely high, resulting in many paramedic practitioners exiting their 
frontline roles relatively early within their career. The shortfall for most of the ambulance services is 
between 400 and 700 practitioners. According to Richard Webber from the College of Paramedics, 
there is a shortage of between 2400 and 3000 nationally.  Jayne McCubbin (BBC 2015) reported that 
the shortages nationally range from 16% to 37% and are attributed to low morale and absenteeism. 
There has been a continuum of high attrition rates relating to care workers (Brannon et al., 2007). 
 Comments from practitioners themselves relate this situation to the high pressure cases that they 
are experiencing shift to shift now becoming the norm, which is unsustainable. Some services have 
been recruiting people from Poland and Australia (South Central and London) to try and fill some of 
the vacancies. Amongst the other reasons attributed to this are burnout, fatigue, lack of motivation, 
reduced work-life balance, increased cost of living and uncertainties relating to the current economic 
state and changing healthcare care demands. There is evidence available to suggest that changes 
associated with demand and workload have already raised concerns regarding the overall reduction in 
staff morale and commitment to an organisation (Caykoylu et al., 2011 and Borril and West, 2002).  
 The uniqueness of this research was linked to the fact that it was not possible to carry out a case 
study looking at the effects of coaching on the paramedic profession, as there was little if no evidence 
of this in practice.  It was therefore important to take action and set up and deliver a coaching 
package, and more importantly to assess the impact of such a programme.  The research centred on a 
combination of action research and a case study approach to be called an action case study. The main 
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focus was on the coaching itself and the impact, rather than the traditional cycles of change associated 
with action research. This article will concentrate on the background and context to the study, some of 
the objectives, the literature supporting the research, the methodology, the findings and finally a 
discussion, conclusion and recommendations for future practice. Some of the objectives of this 
research are listed below:  
• To improve confidence in the ability to perform the role 
• To reduce the personal stress experienced in relation to the high pressure environment 
• To empower and enable practitioners to create their own career pathway 
• To alter the “intent to leave” outlook if it exists at the time of coaching thus benefiting the 
ambulance service 
 
Literature Review 
I was hoping to find some literature relevant to paramedic practice. The search was disappointing 
initially as there was very little if anything to be reviewed. I decided to search more broadly to 
incorporate the healthcare sector, medium to large scale organisations and the public sector in general. 
This extended out to include teachers, social workers, local authority workers and indeed employees 
who work in medium to large scale organisations with “stressful “workloads. I wanted to see what 
supporting and development structures were available to such employees including coaching. 
The reason for choosing to look at the paramedic profession as a case study, is that as I currently teach 
(with an academic and mentoring accountability) paramedic students studying towards foundation 
degree/registration status, and I could see from my experience that there was a difference in the 
developmental opportunities being provided for this group of practitioners, as opposed to for example, 
the nursing and medical profession. I could see that there was a gap with regard to the support and 
development for the paramedic profession.  
The National Health Service (NHS) laid out recommendations to invest in staff wellbeing after finding 
that over 60% of healthcare has suffered the physical and psychological effects of working in such 
stressful environments (Department of Health, 2009). Work related stress develops when a person is 
unable to cope with the demands being placed on them. This can lead to illness related to both physical 
and mental health and is a significant catalyst associated with increasing sickness absence, critical 
incidents and a high turnover of staff (Health & Safety Executive (HSE), 2014). Research has shown 
that one of the major causes of work related stress, is the impact of managers and their ability to 
manage staff and stress in the work place (HSE, 2009).  The working group that reported the highest 
rates of work-related stress, depression or anxiety were the health and social care, teaching and 
educational professionals. (HSE, 2014). There are standards that should be met by employers to 
support employees to work through issues relating to stress and to find solutions collectively 
There is evidence to suggest that adopting a supportive, professional and trusting approach to 
employees can reduce the incidence of stress. Employees can seek out occupational health support to 
assist with reducing the negative effects of the stressors, or if possible reduce the incidents of the 
stressors themselves, which in itself is more difficult in reality (Ivancevich et al., 1990). 
Counselling can be considered, especially if there are external, personal factors adding to the 
situation. Counselling is a very important intervention that can be sought independently or a referral 
can be made by the employer; There has been a significant increase the number of employees within 
the ambulance service suffering from mental health disorders (Kirby, 2015). Could couching be 
utilised as an interim or strategy, before counselling would be suggested or required? There is 
evidence to suggest that coaching could be used, as a way of reducing stress in the workplace. Wales 
(2003) and Ascentia (2005) reported a reduction in stress after staff received coaching intervention 
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 There is also further research to suggest that stress can be reduced through coaching methods, 
even when stress was not the main objective of the intervention (Green et al., 2006, Grant, 2003). The 
coaching approaches involved in the aforementioned research, focused on cognitive, 
phenomenological and life coaching within a group setting. Coaching has also been offered to 
telephone operators within a financial organisation resulting in however reduced anxiety and 
depression indices. 
 There have been many discussions relating to stress in the work place, especially during a period 
of role transition in medium to large scale organisations within the public sector. Coaching initiatives 
have been successfully used to address and support employees with issues relating to stress, general 
well-being, career development and job satisfaction (Sinclair 2008).  These initiatives however, have 
been utilised successfully for staff at senior and executive level within the health service. To my 
surprise, this has not expanded to include the frontline, patient facing staff. Therefore, a coaching 
initiative might be able to deliver independently, or support and complement the structures and 
processes already in place for this group of employees. 
 Further, there is evidence from the nursing profession to suggest that that commitment from an 
organisation is pivotal to staff motivation, development and overall job satisfaction (Saari & Judge, 
2004).  Whilst the aforementioned relates to the nursing profession, this can easily be applied to the 
paramedic profession who have similar roles. Managers and or executives can also make a positive 
difference to confidence, self- esteem and job satisfaction by utilising supportive and developmental 
initiatives (HSE, 2015).  Creating a coaching culture can also influence self esteem and job 
satisfaction (Hoyle, 2011). The previous study relates to team leaders working for Merseyrail in 
Liverpool.  External coaches were employed to facilitate teamwork and performance, and internal 
coaches were used to address job satisfaction. Employees across the region, now utilise a virtual 
forum to recreate the coaching culture. The results were very positive in within this organisation, in 
terms of improving employee confidence, development and performance. 
 Team development and communication has also been an initiative used within the healthcare 
setting, particularly within the nursing profession (Cox et al., 2014; Woodhead, 2011; Sommers et al., 
2000).  Cognitive development coaching has also been utilised successfully yielding more confidence, 
within the nursing profession. The practitioner within this forum, is encouraged to adopt a flexible 
thinking approach to problem solving, avoiding rigid words such as, “should” or “must be” (Neenan 
& Palmer 2012:18). 
 Coaching initiatives have been utilised within the ambulance service and for paramedics but on a 
small scale (Orsan, 2011). This study was conducted in Ontario Canada, where a coaching initiative 
was introduced within the orientation programmes. Evaluations indicated increased morale and career 
development. There is also evidence that clinical supervision, mentorship and other supportive 
initiatives have been effective in supporting and developing medical and nursing staff 
Methodology 
 It was important to choose the most appropriate and relevant methodology for this research study 
(Morgan, 2007). I chose to combine an action research (Bryman, 2012), approach as there was no data 
to use with reference to paramedic coaching with a case study, that is to say, the paramedic 
profession. This action case study was unconventional and unique, as it incorporated some of the 
attributes for both methods. I did not actively address the cycles associated with action research as 
that really was not my aim. I did however, reflect upon my coaching ability and style throughout and 
after each coaching session. This constituted an element of “reflection in action” (Yanow & Tsoukas, 
2009).  The philosophy within the research was based on constructivism, as my belief around this 
research was that individuals construct their own perspectives and experiences (Lincoln & Guba, 
2000).  I was interested in finding out if this group of practitioners could benefit from coaching 
following a constructivist approach. 
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 A pilot coaching programme, incorporating four coaching sessions was delivered over two 
months. This was offered to paramedic practitioners on a voluntary basis. I was the researcher and the 
coach for all six participants. Once the sessions had completed (the action part of the study), then a 
semi -structured questionnaire (Crabtree & Miller, 1999), was used to interview the participants to 
assess if the coaching had made a difference and in what way.  I wanted the questionnaire to evoke 
open and authentic responses (Harding, 2013). I used my own coaching model and approach (Figure 
1), which was exciting, particularly as coaching is not my full time role at present. The participants 
ranged in ages from 22 years to 55 years of age. They also worked for one of two ambulance service 
trusts. The experience of the practitioners within the ambulance service, ranged from 8 months to over 
15 years. 
 
Figure 1:  Coaching Model (as used in the study) 
Data Analysis 
 Notes were taken during and following each coaching session in a professional manor. The 
interviews were transcribed with consent from the participants. Thematic analysis was used to identify 
the groupings of responses from the participants following the coaching sessions and the interviews. 
There were also specific questions used to address issues such as stress and also the actual experience 
of being coached. 
Findings  
 Five out of the six participants completed their coaching sessions and interviews. There was a 
strong correlation between trust and the coaching being effective: 
I trusted you so I did not think you were high risk. This made a difference in opening up as I never 
knew that I could be that authentic with you. 
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I trusted you and I was interested.  I trusted that something would come out of this even if there 
was no change in my circumstances. 
Themes arose from the coaching sessions and following analysis of the interviews.  All the 
participants involved in the study had either no or a very limited concept of what coaching was 
initially, but were intrigued to find out what was going to occur. Words such as “excitement”, 
“fascinated”, and “just what I needed” were used to describe their feelings before the sessions 
commenced.  
Reduction of stress 
 All the participants expressed feeling less stressed in their work place. The range went from a 
slight improvement to a noticeable a “tangible” reduction. Not only was this apparent within the 
workplace but also in relation to personal and family issues (for some).  The subject of stress itself 
was a discussion that emerged out of the sessions. It appeared that the participants associated the 
reduction in stress to be a by product of the coaching itself.  
I felt like I honestly do not procrastinate as much and that has reduced my experience of stress at 
work - I am not so worried about the things I have put off, including work issues. I have a sense of 
calmness. 
Yes, I have noticed a difference. It is difficult to assess the level pre and post the coaching but I 
generally do not think or dwell on things as much as I used to. 
For the first time in my life I had high blood pressure following a stressful period of my life - and 
now after the sessions I no longer have this condition or the need for medication. I feel more in 
control. 
The quote above illustrated what can be achieved by reducing stress levels, including no longer 
needing medication for hypertension 
Being able to articulate and express issues of importance 
 The importance of being able to express and articulate an issue, emotions or experiences became a 
theme amongst the participants. During the coaching sessions, the participants often requested myself 
as the coach, to rephrase or explain anything in order to be clear and to be understood. Once the 
participants felt “listened to” or heard then their experience of themselves and their issues appeared to 
transform. 
I found it difficult in articulating why some things bothered me or why there was a discrepancy in 
how I felt about myself and what an ideal version would be - It worked though as I just trusted 
that something would be revealed. 
The difficulty was getting started and expressing and speaking my mind - I now feel more 
comfortable in doing this and feel helped and transformed. 
 It was important to me to remain open, altruistic and empowering for the participants. I wanted 
them to feel valued and respected. 
Having confidence at work and being able to take the next career step 
 Some of the participants reported feeling more grounded, satisfied and secure in their work place 
and or role: - 
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I was trying to get ahead with work even though I had only just qualified.  This way of being was 
very tiring.  I can now just enjoy my position in the moment and realising that things were OK as 
they were and that was really good, more relaxing. 
I am able to set boundaries at work and ask for what I need.  I have noticed that I have been more 
productive and effective within my work role and that compromise does not mean being resentful 
or giving up. 
 The reason for the above improvements in outlook appeared to be the development of 
empowerment and the renewed ability to contribute in a more productive manner within the work 
place. This new experience of empowerment appeared to emerge following close examination and 
reflection of what was important to them right now and career wise.  One participant realised that 
actually taking risks, in terms of going for an advanced clinical role was the thing that was missing 
from him being fulfilled at work. He realised that he was “playing it safe!” which was why he was 
unfulfilled. 
I am confident that the decision to take on a new role is right for me as I realise it was the new 
challenge is fulfilling and that was missing for me ...That is who I am, a risk taker 
Discussion and Conclusion 
 It would appear that a short programme of coaching (four one-hour sessions) proved worthwhile 
to the participants, and appeared to have made a difference in some of the areas and issues that were 
important to them. 
 From the coaching sessions and my diary notes, I noticed a difference in how the participants 
were behaving. They appeared to be more open and authentic about their issues associated with work, 
as the sessions moved forward. The feedback appeared to suggest that the coaching intervention did 
contribute to a reduction in stress associated within the working environment. (Theeboom et al., 
2013). Coaching could be used to explore stress as an alternative to counselling. This is offered to 
support individuals suffering from stress but is sometimes tend not taken up, for fear of the perceived 
stigma (Gyllensten et al., 2005). 
 The coaching model that I had used appeared to work with the participants, who were able to 
articulate both their professional and personal issues that they wanted to address. Those that 
completed the sessions, stated that the coaching had been successful and that they had noticed 
differences in their approach to and perception of their role and developmental opportunities. All the 
participants reported improvements in both their professional and personal lives. and viewed 
themselves as people that could overcome their barriers. This was certainly apparent by their increase 
in self efficacy, self-esteem and relaxed demeanour. Once their patterns of thoughts and behaviours 
were identified in certain areas, this generally allowed them to examine their triggers, and how to alter 
or mitigate against the frequently associated disempowering emotions and feelings 
 I was also interested in whether the coaching had influenced any of the practitioners’ intentions to 
leave the profession, given the current shortage within the NHS. I am not sure that this could be 
proven, but the participants all were empowered within their roles and appeared to be more secure and 
grounded in their current work. The more experienced practitioners were looking to diversify their 
roles within the profession. One actually applied to re-join as a part time frontline ambulance 
paramedic following the coaching sessions. It would be useful to expand the coaching to more 
practitioners to see if it made any significant statistical difference to recruitment and retention of staff, 
which as already suggested has been an ongoing concern within the ambulance services (Chapman et 
al., 2009).  All the participants suggested that coaching would have been useful post registration and 
at certain points following registration. 
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 It is useful to reflect that this small-scale study was carried out with six participants.  As much as 
the data is enriched by qualitative data, it would be interesting to see if coaching could be used to 
address similar issues to a larger group of practitioners. 
 Another limitation is that I was the coach and also the researcher, therefore was open to being 
subjective to a natural unconscious bias, in favour of coaching. It is also worth stating that although 
the outcomes were generally very positive, there was no guarantee that these would be sustainable 
over time.  This is also an area for further research.  
Recommendations for further research 
The research revealed some key findings as already discussed. The pilot study was set up to with the 
intention of performing further research (if the findings were positive), with paramedic practitioners 
and possibly the ambulance service in general. Listed below are some recommendations for 
engagement, discussion and further research to support the paramedic profession: 
• It would be beneficial to perform a follow up interview with the participants, to see if the benefits 
they received from the coaching sessions were still present and or active. 
 
• It would be appropriate to widen the study, to include more  participants and other ambulance 
services 
 
• It would be appropriate to present the findings to the ambulance services and the college of 
paramedics. The purpose would be to feedback and discussion and the relevance of establishing a 
coaching culture and to introduce a coaching programme at proposed career intervals post registration 
(for example at 2-3 years, 5 years and 10 years). 
 
References 
 
Al-Yateem, N. (2012). The effect of interview recording on quality of data obtained: a methodological 
reflection. Nurse Researcher, 19(4), 315.       
Ascentia (2005). Case studies. International Journal of Evidence Based Coaching and Mentoring, 3(1). 
Bachkirova, T, Jackson, P. & Clutterbuck, D. (Eds) (2011). Coaching and Mentoring Supervision: 
Theory and Practice, Maidenhead: Open University Press.                
Biswas-Diener, R (2009). Personal coaching as a positive intervention. Journal of Clinical Psychology. 
65(5), 544-53.  
Borril, C.S. & West M.A (2002). Team working and effectiveness in healthcare British Journal of 
Healthcare Management. 6(8), 364-371. 
Boyatzis, R.E. & Akrivou, K. (2006). The ideal self as the driver of intentional change, Journal of 
Management Development. 2(11), 624-642. 
Brannon, D., Barry, T., Kemper, P., Schreiner, A., & Vasey, J. (2007). Job perceptions and intent to 
leave among direct care workers: Evidence from the better jobs better care demonstrations. The 
Gerontologist. 47, 820–829 
Brown, S.W. & Grant, A.M. (2010). From GROW to GROUP: Theoretical issues and practical model 
for group coaching in organizations. Coaching: An International Journal of Theory, Research and 
Practice. 3(1), 30-45. 
Bryman, A (2012). What is Action Research. Social Research Methods. 4th Edition. Oxford University 
Press. 
	 
International Journal of Evidence Based Coaching and Mentoring  
Special Issue No. 10, June 2016  
Page 154 
 
The current issue and full text archive of this journal is available at: http://ijebcm.brookes.ac.uk 
Caykoylu, S, Egri, C. P.Havlovic, & S. Bradley, C. (2011).  Key organizational commitment 
antecedents for nurses, paramedic professionals and non-clinical staff. The Journal of Health 
Organization and Management. 25 (1), 7-8. 
Chapman, S. A., Blau, G., Pred, R., & Lopez, A. B. (2009). Correlates of intent to leave job and 
profession for emergency medical technicians and paramedics. Career Development 
International, 14(5), 487-503. 
 College of Paramedics (2014). Leading the development of the paramedic profession. Paramedic 
curriculum guidance. 3rd Edition. 
Costa, A. L., & Garmston, R. J. (2002). Cognitive coaching: A foundation for renaissance schools 
(2nd Ed.). Norwood, MA: Christopher-Gordon.  
Costa, A. L., & Garmston, R. J. (2006). Cognitive coaching foundation seminar: Learning guide. 
Norwood, MA. 
College of Paramedics (2014). Paramedic Curriculum Guidance. Derby, UK: College of Paramedics. 
Cox, E. (2013). Coaching understood. A pragmatic inquiry into the coaching process. London: Sage  
Cox, E., Bachkirova, T. & Clutterbuck, D. (2014). The Complete Handbook of Coaching, 2nd Edition. 
London: Sage. 
Crabtree, B.F & Miller, W.L. (1999). Doing qualitative research. Thousand Oaks CA: Sage.  
Department of Health (2009). NHS Health and Well-being Review (Boorman), Department of Health.	
Driscoll, J. & Cooper, R. (2005). Coaching for clinicians. Nursing management UK. 12(1), 18-23.	
Etherington, K. (2005). Becoming a reflexive researcher. London: Jessica Kingsley.	
Feldman, D.C, & Lankau, M.J. (2005). Executive coaching: A review and agenda for future research. 
Journal of Management 31(6), 829-848. 
Flaherty, J. (2010). Coaching: Evoking Excellence in Others, London: Butterworth Heinemann. 
Grant, A. M., Passmore, J., Cavanagh, M. J., & Parker, H. (2010). The state of play in coaching today: 
A comprehensive review of the field. International Review of Industrial and Organizational 
Psychology. 25, 125-167. 
Grant, A. M. (2003). The impact of life coaching on goal attainment, met cognition and mental health. 
Social Behaviour and Personality, 31, 253–263 
Green, L. S., Oades, L. G., & Grant, A. M., (2006). Cognitive-behavioural, solution-focused life 
coaching: Enhancing goal striving, well-being, and hope. The Journal of Positive Psychology, 
1(3), 142–149 
Green, N. & Thurogood, J. (2013). Qualitative Methods for Heath Research, 3rd Edition. London: 
Sage.  
Gyllensten, K., Palmer, S. & Farrants, J. (2005). Perception of stress and stress interventions in finance 
organisations: Overcoming resistance towards counselling. Counselling Psychology Quarterly, 18, 
19-29. 
Gyllensten, K. & Palmer, S. (2005). Can coaching reduce workplace stress? A quasi-experimental 
study. International Journal of Evidence Based Coaching and Mentoring, 3(2), 75. 
Haidar, E. (2007). Coaching and mentoring nurse students. Nursing Management UK. 14(8), 32-35. 
Harding. J. (2013). Qualitative Data Analysis from Start to Finish. London: Sage 
Hayes. E, & Kalmaki, K.E (2007). From the sidelines: coaching as a nurse practitioner strategy for 
improving health outcomes. Journal of the American Academy of Nurse Practitioners. 19(11), 
555-62 
Health Education England (2013). Values Based Recruitment (NHS). Developing people for health and 
healthcare. 
Health and Safety Executive (2009). Health and Safety Executive Annual Report & Accounts  
	 
International Journal of Evidence Based Coaching and Mentoring  
Special Issue No. 10, June 2016  
Page 155 
 
The current issue and full text archive of this journal is available at: http://ijebcm.brookes.ac.uk 
       2009/10: http://www.hse.gov.uk/aboutus/reports/0910/ 
Health and Safety Executive (2014). Stress-related and Psychological Disorders in Great  
       Britain. September, 8 http://www.hse.gov.uk/statistics/causdis/stress/ 
Health and Safety Executive (2015). The Health and Safety Executive Annual Report and  
       Accounts 2014/15, Crown Copyright. http://www.hse.gov.uk/aboutus/reports/ara-2014-15.htm 
Hoyle, R (2011). Modelling the desired culture. HR Review. May 24th 
Kim, J. S. (2008). Examining the effectiveness of solution focused brief therapy: A meta- analysis. 
       Research on Social Work Practice, 18, 107–116. 
Kirby, A. (2015). Emergency Services. Paramedics take 40,000 days off sick with stress as strain on 
NHS takes toll. The Observer. Saturday 25th April. (accessed on the 10th May).  
       http://www.theguardian.com/society/2015/apr/25/paramedics-take-40000-days-off-sick-            
with- stress-nhs-demand 
Koshy, E., Koshy, V., & Waterman, H. (2010). Action research in healthcare. London: Sage. 
Law, H. & Aquilina, R. (2013) Developing a healthcare leadership coaching model using action 
research and systems approaches – a case study: Implementing an executive coaching 
programme to support nurse managers in achieving organisational objectives in Malta. 
International Coaching Psychology Review. 8(1), 54-71. 
Lawton-Smith, C. (2013). Resilience in leaders: Conceptualisation and changes brought about by 
coaching. Unpublished DCM Thesis, Oxford Brookes University. 
Lee, H. & Cummings, G. G. (2008). Factors influencing job satisfaction of front line nurse managers: A 
systematic review, Journal of Nursing Management.16 (7), 768–83. 
Lennard, D. (2013). Coaching Models: A Cultural Perspective: A Guide to Model Development: for 
Practitioners and Students of Coaching. London: Routledge. 
Lewin, K. (1946). Action research and minority problems. Journal of social issues, 2(4), 34-46. 
Lewis, J., & Ritchie, J. (2003). Generalising from qualitative research. Qualitative research practice: 
A guide for social science students and researchers. London Sage, 263-286. 
Lingard, L., Albert, M. & Levinson W. (2008). Grounded theory, mixed methods, and action  
       research. British Medical Journal. 337, 459–461. 
Linley, P. A. (2006). ‘Coaching research: who? what? where? when? why? International 
       Journal of Evidence Based Coaching and Mentoring, 4(2), 17. 
Locke, E. A. (1976). The nature and causes of job satisfaction. in. M. D. Dunnette  
       (Ed.), Handbook of industrial and organizational psychology. New York: John Wiley &    
       Sons, 1297-1349 
London Health Board (2014). Making the case for London: June Item 4 Paper, 2-10 
McCubbin, J. (2015). Ambulance service in crisis in England unions warn: BBC News Online. 24th 
June.  http://www.bbc.co.uk/news/uk-33251702 
Mezirow, J. (2000). Learning as transformation: Critical perspectives on a theory in progress. San 
Francisco: Jossey-Bass. 
Migration Advisory Committee (2015). Partial review of the Shortage, Occupation Lists for the  
       UK and for Scotland. MAC, London. http://tinyurl.com/qdaqbbl  (accessed June 2015) 
Misco. T. (2007). The frustrations of reader generalizability and grounded theory: alternative  
       considerations for transferability. Journal of Research Practice.  3(1), 11. 
	 
International Journal of Evidence Based Coaching and Mentoring  
Special Issue No. 10, June 2016  
Page 156 
 
The current issue and full text archive of this journal is available at: http://ijebcm.brookes.ac.uk 
NHS England (2013). High quality care for all, now and for future generations. NHS  
       England’s Sir Bruce Keogh sets out plan to drive seven-day services across the NHS.  
       December 2013 
Neenan, M. & Palmer. S. (2012). Cognitive behavioural coaching in practice. An evidenced  
        based approach. New York: Routledge. 
Newton, A. (2015). Are coaching and mentoring skills crucial for ambulance service  
       managers? A personal reflection.  Journal of Paramedic Practice. 7(8), 408-410. 
Nursing & Midwifery Council (2015). The Code: Standards of conduct, performance and ethics for 
nurses and midwives.  London: NMC. 
Nyberg, A., Bernin, P. & Theorell, T. (2005). The impact of leadership on the health of subordinates. 
Stockholm: National Institute for Working Life. 
Orsan, M (2011). Coach Paramedic Program. E41MS.Niagara EMS. Regional Municipality of Niagra 
(unpublished report). 
Parkin, P. (2009). Managing change in healthcare using action research. London: Palgrave. 
Parsloe, E., & Leedham, M. (2009). Coaching and mentoring (2nd Ed.). London: Kogan Page. 
Quaile, A (2015). Tackling the shortage of paramedics (editorial).  Journal of Paramedic Practice. 7(5), 
167. 
Reid Ponte. P, Gross A.H., Galante A., & Glazer G, (2006). Using an executive coach to increase 
leadership effectiveness. Journal of Nursing Administration: 36(6), 310-324. 
Ritchie, J., Lewis, J., McNaughton Nicholls, C. and Ormston, R. (2013) Qualitative 
       Research Practice. London: Sage Publications Ltd. 
Rogers, J. (2004). Coaching Skills, Maidenhead: Open University Press. 
Rorty, R. (2000). Being that can be understood is language, London Review of Books 22, (6), 23-25 
Saari, L. M., & Judge, T. A. (2004). Employee attitudes and job satisfaction. Human Resource 
Management, 43(4), 295-407 
Shank, G. (2002). Qualitative Research. A Personal Skills Approach. New Jersey: Merril Prentice Hall 
Sinclair, A. Fairhurst, P. Carter, L. & Miler, L. (2008). Evaluation of coaching in the NHS. Institute for 
Employment Studies. 
Snyder, C.J. & Lopez, S, J. (2007). Positive psychology: The scientific and practical explorations of 
human strengths. London: Sage. 
Sparrow, J (2007). Life Coaching in the Workplace. International Coaching Psychology Review, 2 (3), 
274-394.  
Theeboom, T., Beersma, B., & van Vianen, A. E. (2013). Does coaching work? A meta analysis on the 
effects of coaching on individual level outcomes in an organizational context. The Journal of 
Positive Psychology, 1-18. 
Tobias, L. L. (1996). Coaching executives. Consulting Psychology Journal: Practice and Research. 48, 
87-95 
Wales, S. (2003). Why coaching? Journal of Change Management. 3, 275–282. 
Weaver, S.J. & Rosen, S.M. (2014). Team-training in healthcare: a narrative synthesis of the literature. 
BMJ Quality and Safety Journal. 23(5), 359-72. 
Webber, W. (2014). Mail online.14th December. Accessed on the 25th July 2015. 
Wengraf, T. (2001). Qualitative research interviewing. London: Sage.  
Whitelaw, S., Beattie, A., Balogh, R. & Watson, J. (2003). A review of the nature of action research. 
Cardiff: Welsh Assembly Government. 
Whitworth, L. Kimsey-House, K. Kimsey-House, H. & Sandahl, P (2007). Co-Active Coaching. New 
skills for coaching people toward success in work and life. Davies-Black Publishing. 2nd Edition. 
	 
International Journal of Evidence Based Coaching and Mentoring  
Special Issue No. 10, June 2016  
Page 157 
 
The current issue and full text archive of this journal is available at: http://ijebcm.brookes.ac.uk 
Williams, B., Wallis. J. & McKenna. L (2014). How is peer-teaching perceived by first year paramedic 
students? Results from three years. Journal of Nursing Education and Practice. 4(11), 8-13. 
Woodhead, V. (2011). How does coaching help to support team working? A case study in the NHS. 
International Journal of Evidenced based Coaching and  
       Mentoring. Special Issue (5), 102. 
Yanow, D. & Tsoukas, H. (2009). What is reflection-in-action? A phenomenological Account. Journal 
of Management Studies 46, 1339-1363. 
 
 
 
Gabby Barody is a senior lectuer currently working with the BSc Paramedic and the MSc Nursing 
programmes at Oxford Brookes University.  She is from a critical care nursing background, and works 
as a triage practitioner within primary care.  Her interest in mentoring and coaching has developed 
over the last eight years, and is very much focused on the development of students and staff, from a 
professional and personal perspective. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
	
